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Abstract 
This study examines the moderating effect of ethical climate on positive job attitudes in Marmara Region 
in Turkey. The aim of this study is to measure the correlation between two variables, and to explore the 
moderating effect of ethical climate on satisfaction and commitment. For this aim, data were collected 
from 192 large companies. Results indicate the positive relation between job satisfaction dimensions and 
affective commitment and continuance commitment.  
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1. Introduction  
 In the new era most organizations have tried to cope with tremendous challenges such as 
uncertain economy, continued globalization of markets and rapidly advancing technology (Dirani, 2011). 
For surviving in the new era organizations need to employees who exert extra effort that goes beyond the 
firm's expectations and requirements. Firms can provide extra-role performance with positive job 
attitudes. In the literature there is evidence that job attitudes lead to successful job performance. Job 
attitudes represent summary evaluations of psychological objects in the work domain (Ng and Feldman, 
2010). Ng and Feldman (2010) classified job attitudes in three categories; task based attitudes, people-
based attitudes and organization-based attitudes. Task based attitudes refer summary evaluations of the 
employees job tasks and role duties; people based attitudes are summary evaluations of other individuals 
and groups at work-supervisors, coworkers and clients- ; organizational based attitudes can be defined as 
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summary evaluation of the employer and employment relationship itself. In this study we focus eight job 
attitudes. In the literature there is not a criteria about which job attitudes should be studied in the analysis 
(Ng and Feldman,2010). We specifically focus on positive job attitudes (satisfaction and commitment). 
Satisfaction and commitment are the most popular concepts in human resource, organizational behavior 
and management fields. Both of the concepts are multidimensional and complex constructs and there is 
no agreement dimensions of concepts. Scholars have been studied extensively over the past 20 years for 
explaining complexity, association with each other and other organizational outcomes.  
 The aim of this study is to investigate the effect each of dimensions of job satisfaction on 
affective and continuance commitment. This study contributes to the existing literature by examining the 
effects of various facets of job satisfaction and commitment. While the researches in the West are rich 
with these constructs, in the East is scarce. The development and validation of constructs have been 
provided by Western countries and USA and scholars point out the need for studies about organizational 
commitment and job satisfaction outside these countries. For addressing this gap , the study provides 
validation of satisfaction and commitment in Turkish culture. Moreover, this study focuses on moderating 
effects of ethical climate on the relationship between job satisfaction and commitment (affective and 
continuance). In the literature little work has been done to explore the moderating relationships between 
commitment and its consequences. To accomplish these objectives, we review the literature and establish 
conceptual framework. Then we propose hypotheses, and we empirically test our hypotheses. Lastly, we 
point out limitations of this study and recommend for future researches. 
2. Literature Review 
  2.1. Organizational Commitment 
In organizational sciences literature organizational commitment is one of the most popular attitude. 
Organizational commitment antecedents, correlates and consequences have been studied for many years 
in management and organizational psychology. Especially in today's competitive marketplace 
organizational commitment is an intriguing topic. In recent years employees' physical, administrative and 
temporal attachments to organizations have weakened. Employees are more mobile and less dependent on 
their organizations (Grant et al., 2008). For enhancing high levels of employees' attachment to 
organizations  practitioners and scholars search for new ways and give attention to this topic. It is 
important both scholars and practitioners. While scholars want to increase their knowledge about 
psychological attachment, practitioners want to decrease absenteeism and turnover in their organizations -
previous researches have shown that organizational commitment is a strong antecedent of absenteeism 
and turnover-. Organizational commitment can be defined as "the relative strength of an individual's 
identification with and involvement in particular organization." (Mowday, Steers and Porter, 1979). 
According to Barlett (2001) , organizational commitment refers to employees' feeling and levels of 
attachment to their organizations If an employee desires to remain in an organization, exert effort 
willingly, believes in and accepts to organization's values and goals, organizational commitment can be 
enhanced in an organization.  Organizational commitment is a multi-dimensional phenomenon. Meyer et 
al (2002) classified organizational commitment in three category- affective, continuance and normative. 
Each of the category are related each other and they represent  employee's relationship with organizations 
and all of the types of commitment have implications for the decision to continue or discontinue 
membership of organization. At the same time, Allen & Meyer (1990,2002) demonstrated in their studies 
that, affective, continuance and normative commitment are distinguishable components of commitment.  
Following Wasti (2002), we focus on two types of commitment -affective and continuance. In the 
literature these two types of commitment has been examined commonly (Johnson, 2006).  
Affective commitment (AC) is an universal component of commitment (Wasti, 2002) and it is the most 
popular component for both practitioners and scholars. The reason of the popularity is that AC is a key 
indicator of positive organizational outcomes. Most researchers in the literature focus only affective 
commitment in their studies (Wright and Bonett's,2002) and find the different positive effects on 
organization such as decreasing turnover rate and absenteeism and increasing extra-role behaviors. With 
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these studies the validity and reliability of AC have been examined in different countries with different 
cultures. Affective commitment refers to emotional attachment to, identification with, enjoys membership 
in and involvement in the organization (Allen & Meyer, 1990). In general terms, affective commitment 
represents the psychological side of the commitment. Affective commitment included intrinsic motivation 
and self-determination. Employees with affective commitment tend to provide benefits towards their 
organizations. If an employee affectively committed to the organization she/he will stay the organization 
because of his/her own desire (wanting to stay with the organization). But if an employee stays the 
organization because of he/she needs, it will be named as continuance commitment (needing to stay with 
the organization). Continuance commitment (CC) refers to need to stay with the organization (Wasti, 
2002). CC represents the perceived costs associated with leaving the organization (Meyer, 2002). While 
CC develops from lack of job alternatives, AC develops from positive work experiences.  In addition to 
these, according to Becker (1960) individual's investments with organization induce CC. If an employee 
invest time and energy for mastering a job skill, employee cannot be transferred easily to other 
organizations (Allen& Meyer,1990).  Especially in Turkey higher levels of continuance commitment have 
been observed easily. In collectivist culture, the normative nature of the employment relationship would 
generate loyalty and it leads to higher levels of CC (Wasti, 2002).   
 
2.2. Job Satisfaction  
In this era keeping the workers in the organization is very hard, and different researchers have 
demonstrated that job dissatisfaction induce to give for leaving their job, the dissatisfied employees want 
to quit their job. Because of this reason, practitioners give special interest to the aspects of job 
satisfaction. The other reason of the popularity of job satisfaction over the several decades that it's impact 
on productivity. In the literature studies have demonstrated the positive relationship between job 
satisfaction and productivity. Job satisfaction have an important role for enhancing productivity. 
Additionally, satisfied employees contribute to enhancning long-term success and organizational 
effectiveness.   
Like organizational commitment job satisfaction is a positive attitude that employess have about their 
jobs. Job satisfaction has been widely studied in management literature. Antecedents of job satisfaction, 
dimensions of job satisfaction, and work-related outcomes of job satisfaction and the relationship between 
demographic variables such as gender, age, tenure and education, and job satisfaction have been 
examined by scholars. Job satisfaction is "the pleasurable emotional state resulting from the appraisal of 
one's job as achieving or facilating the achievement of one's job values" (Locke, 1969, p.316). If 
employee likes his/her job, it will be resulted with job satisfaction.  Job satisfaction is a broad concept, it 
can be both intrinsic and extrinsic. If organization gives opportunity for personal growth and 
accomplishment, it enhance an intrinsic motivation to employee; if organization provide pay satisfaction 
or chances for promotion, employee have extrinsic motivation (Schwepker, 2001). Job satisfaction is a 
multi-dimensional concept. Different researchers emphasize different facets of job satisfaction and 
measure them differently. The most known scales are; the Job Descriptive Index (JDI), the Minnesota 
Satisfaction Questionnaire (MSQ), the Job Satisfaction Survey (JSS) and the INDSALES.  Scholars have 
used both Likert-type scale and yes/no scale for measuring job satisfaction. While Wood et al. (1986) 
emphasized four dimensions of job satisfaction (satisfaction with, information, variety, closure and pay), 
Churchill et al. (1974) developed seven dimenison (satisfaction with: overall job, co-workers, 
supervision, company policy and support, pay, promotion, advancement and customers).  Smith et al. 
(1969) focused  a five dimension scale (satisfaction with, type of work, the pay, opportunities for 
promotion, the supervision and the coworkers on the job). However, in the literature there is a different 
approach to measure satisfaction. Global scale of job satisfaction is composed of one single, integrated 
dimension. In this scale respondents asset their overall feelings about the job ( Spagnoli, 2012).  In this 
study,  we follow Schwepker scale (2001) with seven dimensions (job satisfaction refers a worker 
feelings about job tasks, promotion satisfaction refers feelings about advancement opportunities, pay 
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satisfaction refers feelings about salary, supervisor satisfaction refers feelings about supervisor, company 
policy satisfaction, customers satisfaction and fellow workers satisfaction refers feeling about coworkers). 
 
 
 
2.3. Organizational Commitment and Job Satisfaction 
In the organizational behavior and management field both commitment and job satisfaction are the 
most studied frequently attitude (Akehurst, 2009). So, the effects of satisfaction have been examined in 
the relation to organizational commitment extensively. Although these topics have been studied many 
times, results are inconsistent. In the literature there is strong evidence that job satisfaction is a significant 
predictor of organizational commitment, According to Vandenberg and Lance (1992), there is a casual 
relationship between two constructs. And Mowday (1979) confirm the positive correlation between job 
satisfaction and organizational commitment. However, which dimensions individually impact 
organizational commitment is not clear. Igbaria and Guimera (1993) revealed that only promotion 
satisfaction is a predictor of organizational commitment. Schwepker did not provide which dimensions of 
satisfaction individually related to organizational commitment. Moreover, Ruthenford (2009) found that 
satisfaction with overall job and satisfaction with promotion and advancement are related to 
organizational commitment.  
The major purpose of this study is to examine the influence on job satisfaction on organizational 
commitment in large  context in Turkey. The relationship between job satisfaction and 
commitment is studied in the Western countries; the knowledge about these correlations in Turkey is 
scarce. Additionally, in the literature few studies have investigated the relationship between different 
dimensions of job satisfaction and components of organizational commitment (Tsai, 2008).  As a result of 
the discussions given above, the following hypothesis can be stated: 
 
H1a: There is a positive relationship between job satisfaction and affective commitment. 
H1b: There is a positive relationship between job satisfaction and continuance commitment. 
 
2.4. The Moderating Effect of Ethical Climate 
A widely accepted definition of ethical climate is that of Victor and Cullen (1988, p.101) "the 
prevailing perceptions of typical organizational practices and procedures that have ethical content".  
oth organizational 
commitment and job satisfaction. Schwepker (2001) research pointed the impact of ethical climate on 
salesperson job satisfaction. A variety of studies found significant relationship between ethical climate 
and organizational commitment. Based on previous studies; our research model posited that ethical 
climate as critical moderators of the impact of job satisfaction on AC and CC. Therefore, 
 
H2a: The relationship between job satisfaction and affective commitment is moderated by ethical climate. 
H2b: The relationship between job satisfaction and continuance commitment is moderated by ethical 
climate. 
 
Research Model 
Figure 1:Conceptual Model 
 
 
 
 
   
 
Job 
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Affective 
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3. Research Design 
3.1. Sample and data collection  
The study was conducted in the Marmara Region of Turkey, using self-report questionnaires; obtained 
from 192 employees working in large companies according to KOSGEB criteria. The employees 
participated to the study were randomly selected Questionnaires were allocated as hard copy. Gathered 
data have been analyzed in SPSS software with the help of the correlation and regression analysis.  
3.2. Measures  
Job satisfaction was measured with Schwepker (2001) 17 items of job satisfaction, promotion 
satisfaction, pay satisfaction, supervisor satisfaction, company policy satisfaction, fellow workers 
satisfaction. A five-point Liker scale ranging from (1) strongly disagree to (5) strongly agree was used.  
Affective commitment was measured with six items from Meyer and Allen (1990). 
Normative commitment was measured with six items from Meyer and Allen (1990). 
Ethical climate was measured with seven items from Schwepker (2001). 
3.4. Factor Analysis 
We used SPSS software 18.0 for the evaluation of our data. Factor analysis was used for the validity and 
cronbach alpha scale was used to estimate the reliability of the scales. Correlation and regression analysis 
were conducted to analyze the hypotheses of the study. According to anti-image table values; all variables 
were found to be higher than 0.50 (r>0.30), so all items took place in the factor analysis. Factor analysis 
with principal component by varimax rotation, that was performed to find out the factor structure, all 
dependent and independent variables were analyzed concurrent. Table 1 shows the factor loadings 
dependent and independent variables. Table 2 provides the means, standard deviations and correlations 
for the variables used in the study. Reliabilities are located along the diagonal of the correlation matrix. 
According to correlation analysis, all variables are correlated with each other as expected. 
Table 1: Factor Loadings of the Dependent and Independent Variable 
KMO: ,879 
Explained total variance: 
%68,540 
Affective 
Commitme
nt (%var: 
15,226) 
Company 
policy  
(%var:12,18
7) 
Ethical 
Climate 
(%var:10,7
32) 
Continuan 
Commitme
nt 
(%var:8,85
7) 
Supervisor 
S(%var:8,3
59) 
Job S 
(%var:7,75
1) 
Fellow- 
worker S 
(%var:5,42
8) 
I feel emotionally 
attached to organization  
,832    
   
I feel a strong sense of 
belonging to my 
,823    
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organization 
I feel like a part of my 
family at my organization ,800    
   
This organization has a 
great deal of personal 
meaning for me  
,760 
   
   
I really feel as if this 
organization's problem  
,703    
   
Pay here is higher than in 
other companies 
 ,817   
   
Pay is high in comparison 
with similar work 
elsewhere 
 
,738   
   
Employees receive good 
support from 
management 
 
,658   
   
Opportunities for 
advancement 
 ,606   
   
Company has fair 
promotion policy  
,593 
  
   
Good jobs here for those 
who want to get ahead  
,590 
  
   
Top management really 
knows its job  
,546 
  
   
Company operated 
efficiently and smoothly  ,532 
  
   
Management is 
progressive   ,517 
  
   
Enforces policies 
regarding ethical 
behavior 
  
,814 
 
   
Company enforces a code 
of ethics   
,782  
   
Unethical behavior not 
tolerated   
,714  
   
Has policies regarding 
ethical behavior   
,711  
   
Has formal written code 
of ethics   ,629 
    
Reprimanded for 
behavior leading to 
personal gain  
  ,551 
    
I feel that I have too few    ,853    
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options to consider 
leaving this organization 
One of the few serious 
consequences of leaving 
this organization would 
be scarcity of available 
alternatives 
   
,832    
One of the major reasons 
I continue to work for 
this organization is that 
leaving would require 
considerable personal 
sacrifice 
   
,777    
Too much in my life 
would be disrupted if I 
decided I wanted to leave 
my organization 
   
,627    
Right now, staying with 
my organization is a 
matter of necessity as 
much as desire 
   
,552    
Manager gives us credit 
and praise     ,782   
Manager is fair in dealing 
with me     ,700   
Manager tries to get our 
ideas     ,692   
Work is satisfying      ,735  
I am really doing sth 
worthwhile in my job      ,695  
Work gives me a sense of 
accomplishment      ,644  
My fellow workers are 
pleasant       ,793 
The people I work with 
are very friendly        ,781 
 
Table 2: Mean, Standard Deviation and Correlation Coefficients 
 S.D MEAN 1 2 3 4 5 6 7 
1. CP ,78637 3,2361 (,906)       
2.JS ,83307 3,9583 ,519(**) (,774)      
3.SS ,88513 3,6545 ,556(**) ,482(**) (,828)     
4.FS ,77958 4,0469 ,340(**) ,382(**) ,421(**) (,843)    
5.AC ,87644 3,1750 ,596(**) ,582(**) ,534(**) ,399(**) (,923)   
6.CC 82182 3,6450 ,269(**) ,301(**) ,270(**) ,220(**) ,367 (**) (,823)  
7.Ethic ,89944 3,5139 ,492(**) ,360(**) ,378(**) ,247(**) ,467(**) ,064 (,843) 
 
 
CP: Company Policy JS:Job Satisfaction SS: Supervisor Satisfaction FS:Fellow Worker Satisfaction  AC: Affective Commitment 
CC: Continuance Commitment  Ethic: Ethical Climate  
3.5.Analysis 
In order to find the factor structure of job satisfaction, affective and continuance commitment  and ethical 
climate factor analysis using principal components solution with varimax rotation were used. Any item 
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with a factor loading less than .50 was discarded from the analysis. Factors with Eigenvalues 1.00 or 
more were taken in total variance explained. Kaiser-Meyer-Olkin (KMO) value was found as .879 which 
is above the accepted value .70 and Barlett Test .000 showed that the variables were suitable for factor 
analysis.  
Regression analysis were used to test hypotheses. Regression models have been convenient for analyzing 
the relationships among variables. Because the variance inflation factors (VIF) were less than 10, 
collinearity was not a concern, and the Durbin Watson value was between 1.5 and 2.5, the independent 
variables were not highly auto correlated. 
There is a positive relationship between job satisfaction 
and affective commitment  performed. The results of the regression analysis 
showed that there is a significant effect of company policy, job satisfaction, supervisor satisfaction on 
affective commitment (beta=,309 Sig=000; beta=,269 Sig=000; beta=,175 Sig=010). First hypothesis is 
partially supported. There is no significant effect of fellow worker satisfaction on affective commitment.  
The other hypothesis "There is a positive relationship between job satisfaction and continuance 
commitment". H1b is partially supported, there is significant effect of job satisfaction on continuance 
commitment. To examine the moderating effect of ethical climate on the relationship between job 
satisfaction and commitment component, we conducted hierarchic regression. The results of the 
moderated hierarchical regression analysis are given Table 4. 
Regarding the hypothesis H2b, ethical climate moderated the relationship between the job satisfaction 
(Job) and continuance commitment. Thus, the hypothesis was partially supported.  
 
Table 3: Regression analysis with job satisfaction and affective-continuance commitment  
Independent Variables Dependent Variables 
Affective Commitment Continuance Commitment  
Company Policy ,309** F=45,394 
DW=2,025 
R2: ,493 
 
 
,097 F=6,513 
DW=2,136 
R2: ,122 Job Satisfaction ,296** ,172** 
Supervisor Satisfaction ,175** ,100 
Fellow worker Satisfaction ,108 ,079 
 
Table 4: Regression analysis with ethical climate 
 Beta Sig 
Job satisfaction(Job) * 
Continuance Commitment  
-1,798 ,000** 
 
4. Conclusion and Discussion 
The aim of this study is to enlighten the relationship between dimensions of job satisfaction and affective 
and continuance commitment. Although there has been interest on how job satisfaction affects 
commitment, there is surprisingly little work on  examining the job satisfaction dimensions separately. 
The current study indicates that all dimensions of job satisfaction is not related both affective 
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commitment and continuance commitment.  While there is a positive relationship between company 
policy, job satisfaction, supervisor satisfaction with affective commitment, there is no relationship 
between fellow worker satisfaction with affective commitment.  Surprisingly only one dimension of job 
satisfaction (Job) have a positive effect on continuance commitment and none of the other dimensions 
have a relationship between continuance commitment.  One of the main contribution of this study is, 
when employees have ethical climate in their organizations the continuance commitment will be increase. 
Therefore, the moderation effect of ethical climate underlined in this paper is a significant contribution to 
the literature.  
This study has limitations. First, we employed only two component of commitment. Further research 
might add normative commitment component. Moreover, this study conducted only large firms (+150 
employees) further studies may include SMEs.    
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